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Abstract 
Current standards and interpretations of professionalism have historically been rooted and 
sustained through the ideology and mechanisms of white supremacy culture. The irrevocable 
implications of white supremacy culture and the anti-black sentiments that stem from it generate 
complex, layered, and damaging standards of professionalism for African Americans. These 
standards as they exist, are a reflection of white superiority and deem the presence and 
contributions of African Americans in the workplace as subservient, causing contemptuous 
ramifications in all aspects of their lives. A two-hour virtual networking event was developed 
and implemented with an audience of black professionals and professionals of color from 
ranging career fields to offer a communal focused space in which they could actively and freely 
express experiences of racism and encounters of white supremacy culture and anti-blackness as it 
involuntarily occurs. The event goal sought to showcase visibility and determine if networking, 
story-telling, and communal collaboration amongst African American and people of color 
professionals could foster individual and community consciousness that would cultivate calls to 
action against white supremacy culture and anti-black sentiments in the workplace. Findings 
suggest that storytelling and open discussion is valuable and productive in increasing confidence, 
knowledge, and the likelihood of engagement in advocacy around the presented topics. The 
evidence reveals the necessity of increased intimate black focused spaces and dialogue amongst 
professionals of color to transcend and eradicate deep-rooted causes and effects of white 
supremacy culture; to redefine and re-establish value and power in black life and engagement in 
all levels of society. 
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Conceptualizing Professionalism for African Americans: Transcending the Detrimental 
Implications of White Supremacy Culture and Anti-Black Sentiments in the Workplace 
 It is becoming increasingly vital in the workforce to examine the serious implications that 
white supremacy culture and anti-black sentiments have on the conceptualization of 
professionalism for African Americans. It is critical to the success of Black individuals, families, 
professionals, and communities to address how white supremacy culture has and continues to 
maintain a powerful presence in Western culture and has since achieved a global impact. The 
essence of white supremacy culture is embedded in the functionality of social, political, and 
cultural life. It has infiltrated the daily lived experiences of Black individuals and communities 
as it poses nearly impossible challenges to accessing upward social and economic mobility. 
Western culture, standards, and policies are all founded within white supremacy culture as 
whiteness and all its privileged characteristics remain at the center of the nation’s shared 
knowledge, shared experience, and identity. The ideology behind white supremacy culture 
promotes and facilitates the idea that white people are superior in all aspects in comparison to all 
non-white people. The world of professionalism is no different, where whiteness is the standard 
and anti-black sentiments are reinforced through the standards of appearance, language, 
behaviors, and discriminatory practices and policies.  
The workplace cultures that form standards of professionalism ultimately marginalize and 
erase Black professionals, creating endless obstacles to gaining access to respected positions and 
creating a space that allows them to thrive. Data from the U.S. Bureau of Labor Statistics reveals 
in 2016 African Americans accounted for nearly 1 out of 8 people in the labor force and projects 
that as the labor force continues to become more diverse, the share will slightly increase from 
2016 to 2026 (Rolen & Toossi, 2018). The number of African Americans in the labor force is 
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projected by the U.S. Bureau of Labor Statistics to increase from 19.6 million in 2016 (12.3 
percent of the 159.2 million total) to 21.6 million in 2026 (12.7 percent of 169.7 million total). 
Despite an increase in the labor force, African Americans still face a multitude of systemic 
barriers rooted in white supremacy culture that halt their access and upward mobility in the 
workforce. The U.S. Equal Employment Opportunity Commission emphasizes, despite gains in 
employment made by African Americans in the last 50 years, the annual median income of 
African American households in 2012 was $33,321, compared with the national median at 
$51,017 (US EEOC, n.d.). Ultimately, the presence of white supremacy culture and anti-black 
sentiments ingrained in professionalism, continuously produces detrimental implications for the 
overall well-being of African American communities.  
Employing Bronfenbrenner’s Ecological Systems Theory in conjunction with Delgado 
and Stefancic’s Critical Race Theory as a prism, we can witness how the presence of white 
supremacy culture actively inoculates and manifests itself in all levels of our ecological 
existence, inherently impacting every aspect of the workplace. The destructive force of an 
ideology like that of white supremacy culture is amplified and experienced through the 
perspective and positionally of the white gaze, a framework and power structure articulated by 
novelist Toni Morrison. The sinister realities of white supremacy culture are further amplified 
through an examination of Snow’s Symbolic Interactionism and Apfelbaum’s et al. Color-Blind 
Ideology, as the culture diligently utilizes the white gaze to maintain sole power in defining, 
censoring, and ultimately eliminating the experiences of African Americans in the workplace.  
The experience of professionalism for African Americans are often tainted before they 
even begin. The ability to successfully access and uphold a sense of professionalism is worthy of 
being examined as it relates to African Americans because it is impactful to the success and 
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overarching sustainability of the African American community. Through interactive storytelling, 
a panel, genuine engagement, and networking, this project will raise awareness, encourage 
collective connection and support, and offer a network of opportunity and resources amongst 
professionals of color. This project aims to inspire awareness and agency by bridging the 
theoretical and literal realities that African American professionals encounter on a daily basis to 
create an informed approach to confronting, navigating, and transcending the detrimental and 
counterproductive nature of white supremacy culture. 
Literature Review  
 The reign of white supremacy culture in the U.S. has historically been upheld and 
consistently exacerbated through its obscure nature, as it is tethered to the nation’s very 
existence. For the purpose of this work, white supremacy is defined as, “the idea (ideology) that 
white people and the ideas, thoughts, beliefs, and actions of white people are superior to People 
of Color and their ideas, thoughts, beliefs, and actions” (Showing Up For Racial Justice, n.d., 
para. 6). Linked to the core of the nation’s conception remains an intricate yet violent design that 
has indoctrinated generations of people on its lands. What has become a self-fulfilling prophecy, 
is the ideology that has successfully positioned whiteness as the innate image and access point to 
power and superiority, in direct contrast to that of blackness. Lived and taught as fact and truth, 
white supremacy culture has and continues to plague all aspects of the lives caught in its 
unwavering grasp. Operating through individual, institutional, and cultural realms, white 
supremacy is simultaneously overt and covert shifting as it must to remain in utter control.  
 White supremacy culture is undoubtedly omnipresent, and it actively infiltrates even 
apparently innocuous spaces like the workplace. In an effort to showcase the ways in which 
white supremacy culture breeds anti-black sentiments and intentionally distorts African 
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American’s understanding and expression of professionalism in the workplace, the presented 
literature collectively reflects the crippling implications such a culture maintains. Aysa Gray 
(2019) highlights many of these implications, asserting in her article that, “Professionalism has 
become coded language for white favoritism in workplace practices that more often than not 
privilege the values of white and Western employees and leave behind people of color” (para. 1). 
Gray (2019) explains, “White supremacy culture explicitly and implicitly privileges whiteness 
and discriminates against non-Western and non-white professionalism standards related to dress 
code, speech, work style, and timeliness” (para. 2). The critical analysis of professionalism 
standards as explored by Gray (2019) sets the premise for unveiling the vicious rhetoric of white 
supremacy culture that breeds anti-black sentiments, corrupts the functionality of our institutions 
and culture, and poisons the conceptualization, expression, and experiences of professionalism 
for African Americans.  
 To effectively examine the implications that stem from current perceptions and 
expressions of professionalism for African Americans, it is critical to explore the ideology and 
characteristics of white supremacy culture as it has defined and shaped our reality. For the 
purpose of this work, culture is defined by the national network Showing Up For Racial Justice 
(n.d.) as, “A way of life of a group of people--the behaviors, beliefs, values, and symbols that 
they accept, generally without thinking about them, and that are passed along by communication 
and imitation from one generation to the next” (para. 2). In discussing white supremacy culture 
Author Tema Okun (n.d.) highlights, “Culture is powerful precisely because it is so present and 
at the same time so very difficult to name or identify” (para. 1). As a nation our participation in 
white supremacy culture is so intimate that its tighten grip that threatens us all becomes 
indiscernible. The inability to identify white supremacy culture poses dangerous consequences 
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for people from all walks of life. Vander Zanden (1959) emphasizes “Central to this way of life 
in one way or another has always been the Negro” (p. 385). Historically, the notion of Black 
inferiority was deemed a natural order and to be externally fixed (Vander Zanden, 1959, p. 385). 
From Vander Zanden’s (1959) explanation, it can be argued that white supremacy culture is truly 
a systemic paradox. While the ideology's agenda is to establish the almighty superiority of 
whiteness and white people, the centrality of its proclaimed identity is not only bound to the 
existence and presence of blackness and black people, but it is dependent on it.  
 The superiority complex of white supremacy asserts an unattainable and deceptive 
narrative that black people desire, need, and shall always be striving towards assimilating into 
whiteness. This historically held narrative has cultivated a collective fallacy that we all have 
fallen victim to. According to James Baldwin (1998) in an essay, “People who imagine that 
history flatters them (as it does, indeed, since they wrote it) are impaled on their history like a 
butterfly on a pin and become incapable of seeing or changing themselves, or the world” (p. 
723). The inability to acknowledge the atrocious reality of one’s scripted and violent history, 
white America’s re-invented history, there is halts the mobility of the nation. Baldwin (1998) 
explains, “In the most private chamber of his heart, always, the white American remains proud of 
that history for which he does not wish to pay, and from which, materially, he has profited so 
much” (p. 724). The urgency to preserve the unearned privilege, worthiness, and power that has 
been ascribed to whiteness has transpired into distorted accounts of the past, as well as patterns 
of behavior and expressions of self that function as mechanisms to deny the horrid past that one 
so fruitfully benefits from.  
 A dehumanizing extension of white supremacy culture is anti-blackness. It is imperative 
to define anti-blackness to effectively explore the present-day definition, characteristics, and 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 13 
 
standards of American professionalism and what affect this has on African American 
professionals as individuals and as a collective community of black people. Professor of African 
American studies Kihana Ross (2020) defines anti-blackness in her article titled, “Call it what it 
is: Anti-Blackness” as, “A theoretical framework that illuminates society’s inability to recognize 
our humanity - the disdain, disregard and disgust for our existence” (para. 4). The outright 
refusal to recognize and value the humanity of people “marked as black in an anti-black world” 
as Ross (2020) explains, undeniably poses complex barriers to the access, attainment, and 
prosperity of African American professionals. Anti-blackness presumes black bodies, minds and 
souls to be vile, unnatural, and essentially intolerable. These presumptions are treated and 
experienced as truth, trivializing black bodies very existence and seep into the foundation of 
experiences linked to professionalism. In reference to societal hatred for blackness and violence 
against black people, Ross (2020) explains, “For white people again, better described as those 
who have been racialized as white - the abject inhumanity of the black reinforces their whiteness, 
their humanness, their power, and their privilege whether they’re aware of it or not” (para. 7).  
The black body, the black individual, and the black collective becomes merely a means to an 
end, where they are only tolerated within the terms of the dominant (white) cultural and societal 
structures.  
 The default interpretation of African Americans that has historically been held as fact, 
has been constructed directly through the white gaze. The white gaze can be understood as, when 
people view Black creations under the scope of white ethnocentrism, which involves the idea of 
looking at one’s culture as the highest standard of “good" culture (Pitchford, 2020, para. 1). 
Novelist Toni Morrison had confronted the white gaze in a 1998 interview on the Charlie Rose 
Show as the white host Charlie desired to know if Morrison would ever write about something 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 14 
 
other than race. Morrison (1998) explained, “As though our lives have no meaning and no depth 
without the white gaze”. The control that the white gaze manages to sustain runs so deep that it 
boldly dares to severe even the creative thought and freedom that reflects blackness. The white 
gaze shapes the world for black lives refusing to admit and confront that blackness and black 
lives do not depend on them. Black people must think about the context of our lives and how the 
white gaze might perceive us (Pitchford, 2020). This dual consciousness that African Americans 
have been forced to develop, only causes constant and damaging internal conflict that 
contaminate perception and expression self.  
 There is an abundance of widely accepted narratives exist to deny and dismiss racism and 
white supremacy. DiAngelo (2016) highlights several narratives that deny racism, a few 
including: “It's human nature; somebody has to be on top,” “How dare you accuse me of racism! 
I am a good person!” “People of color complain too much and play that race card,” “Race has 
nothing to do with it” and “I am all for equality, but I don’t want anyone to have special rights. 
Now there is reverse racism.” Each of these narratives both individualize and generalize the 
extend and impact of racism. This tactic neutralizes the savage nature of racism and anti-
blackness as it impedes the lives of African Americans. Tied to these present-day accounts of 
racism is the historical reliance on black inferiority as virtually universal truths as Vander 
Zanden (1959) explains:  
 An array of traits are attributed “by nature” to the Negro, traits which are believed to be 
inherent in the “race,” and which define the Negro as an “inferior.” These alleged traits 
include unreliability, laziness, thriftlessness, immaturity, immorality, criminal inclination, 
ignorance, incapacity for sustained mental activity and special susceptibility to certain 
diseases. (p. 397)  
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 The traits that Vander Zanden (1959) highlight, were carefully designed and reflect 
present day stereotypes and prejudices born out of white supremacy culture. These constructed 
“traits” have transpired into prominent rationale to gate-keep and disregard African Americans 
from thriving in virtually all institutions and professions.   
Theories and Professionalism  
 Experiences and perceptions of professionalism for African Americans in the workforce 
are consistently influenced by a variety of factors that operate and stem both directly and 
indirectly from a given workplace. It is crucial to explore the ecological systems that 
simultaneously influence, create, and reinforce the effects of white supremacy culture and anti-
black sentiments for African Americans in the workplace. Gray (2019) emphasizes how white 
supremacy culture implicitly and explicitly privileges that whiteness on standards related to dress 
code, speech, work style, and timeliness (Gray, 2019). In reference to the current standards of 
professionalism, Gray identifies the overwhelming pro-white preference, discriminatory cultural 
fits, and language biases that operate in the workplace. The critical analysis of professionalism 
standards and biases provided by Gray (2019) finds that white supremacy culture poses layered 
challenges for African Americans on the basis of how their intersecting identities influence their 
experiences of oppression.  
 Researcher Bronfenbrenner’s (1977) Ecological Systems Theory explores individuals in 
relation to the changing environments they live and grow in, ranging from immediate settings to 
larger social contexts. Bronfenbrenner (1977) explores existing ecological systems and breaks 
them down into five levels including the individual, microsystem, mesosystem, exosystem, and 
macrosystem. As each of these systems simultaneously influence each other, it is vital to 
examine the intricate levels of relationships, values, meta messages that are evident in the 
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reinforcement of white supremacy culture and anti-blackness fixated in all of our organizations 
and institutions. The individual ecosystem for African Americans may operate on the basis of 
their layered and intersecting identities such as their race, gender, class, sexuality, etc. The micro 
system as Bronfenbrenner (1977) defines it, is reflected in the context of professionalism for 
African Americans through the socialization of family and friends to accept and abide by white 
centered behaviors, appearances, and language. The influence white supremacy culture in 
workplace environments and interactions with colleagues can be located on the mesosystem. 
While those are the explicit examples of ways in which white supremacy culture operates in the 
workplace, Bronfenbrenner’s (1977) exosystem and macrosystem are the implicit factors found 
in media, policies, informal organizational social networks and white supremacy culture itself. It 
is important to note that the experiences of African Americans are not to be generalized as the 
ecological systems that Bronfenbrenner (1977) described can have varying impacts and 
influences on an individual’s life and their encounters and conceptualization of professionalism. 
 Baris Parkan’s (2008) work titled A virtue or estrangement from self-activity, attempts to 
clarify the meaning of the term ‘professional’ as it is currently used in daily life. Parkan (2008) 
attempts to formulate a more favorable understanding of professional and professionalism by 
capturing various elements that constitute its consistently shifting meaning. According to Parkan 
(2008), “When we use the word ‘professional’ today the image that arises in most people’s 
minds is not that of a doctor or a priest, but of someone in a business suit. The primary purpose 
of this trend seems to be to contribute to thinking of business as an ethical enterprise and of 
businesspeople” (p. 77). The image that Parkan (2008) mentions is important to examine because 
it is an image that Americans have been socialized through the means of white supremacy to see. 
The imagery is to best suit the characteristics of a white male. The criteria ascribed to defining 
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professional is highlighted by Parkan (2008) as, “The professional is distinguished by ethical 
character of her activity and conduct” and “A professional inspires and claims the respect of 
society by virtue of her competence and commitment to ethical behavior” (p. 78). The ethical 
behavior, competence, and respect of society that professionalism calls for as Parkan (2008) 
discusses is virtually impossible for African Americans to achieve. The historical and socially 
constructed trait of immorality was strategically assigned to African Americans by white 
supremacy ideology and deemed as “natural” in Vander Zanden’s (1959) work as he explains the 
traits of African Americans were popularly known as being immoral, unreliable, and having the 
incapacity for sustained mental activity. Each of these simulated traits are directly incompatible 
with how professionalism has been defined in terms of its definition and the behavior that must 
follow. The disagreeable characteristics that have unwillingly been branded onto African 
Americans, remain in opposition to professionalism as we know it. This creates immovable 
obstacles to accessing and holistically experiencing professionalism as it has been 
conceptualized.  
 There are a multitude of elements that contribute to experiences of professionalism. Van 
De Camp et al. (2004) aims to clarify the themes and elements that constitute professionalism 
specifically in medicine. While the focus is on medicine, the elements expressed by Van De 
Camp et al. (2004) transcend beyond that field and can be understood as true in virtually all 
professions and through behavior viewed as professionalism. There were three themes of 
professionalism including: interpersonal professionalism, public professionalism, and 
intrapersonal professionalism (Van De Camp et al, 2004, p. 696). There is an emphasis placed on 
the multidimensional nature of professionalism. In regard to interpersonal professionalism, Van 
De Camp et al. (2004) explains it, “Encompasses elements of professionalism that refer to 
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prerequisites for effective and adequate contact” (p. 697). The fundamental nature behind the 
informality of professionalism is expressed as being “passively caught” where in Van De 
Camp’s study, students were “expected to emulate the values and behaviors modeled by their 
teachers and senior clinicians” (p. 696). While there is passiveness and an expectation to emulate 
behaviors and values in the realm of professionalism, this can be extremely difficult for African 
Americans as they have been ostracized and virtually forced to assimilate with a culture that 
persistently inflicts racial and cultural violence.  
 It is critical to consider the positionally of African Americans in regard to black 
consciousness and its place in experiencing and performing professionalism. Hugh Scott (1975) 
examines this in regard to school administrators who seek to identify as a professional and 
demonstrate professionalism. Scott (1975) explains, “Black Americans are engaged in a 
seemingly never-ending struggle to avert their total subjugation as a race” (p. 433). Although this 
never-ending struggle is amplified in an organizational and institutional context, the Black 
consciousness highlighted by Scott (1975) “Represents the emergence of a critical phase in a 
new Black insurgence” (p. 432). Many whites view the exuberance and solidarity associated with 
the contemporary thrust of Black consciousness as threatening (Scott, 1975, p. 433). Black 
consciousness as a threat is very real to the existence and functionality of white supremacy 
culture and its grasp on all aspects of life. White supremacy culture has declared that African 
Americans have no place, no existence, no reality in the world created solely for the survival and 
undying power of whiteness and white people. Within America’s culture, institutions, and 
organizations, African Americans exist primarily as a delusional image that has been casted upon 
them by white supremacy. 
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 Scott’s (1975) work reveals the desire of African American school administrators desire 
to be received as a professional to the public, despite their hyper awareness that to be a 
professional is to walk into conflict, doubt, and endless criticism. (Scott, 1975). In regard to 
Black consciousness and professionalism, Scott (1975) finds that, “Without a satisfactory blend 
of the two, each is diminished in content and productivity.” There is a contradictory suggestion 
in Scott’s (1975) work that suggest that professionalism as it exists today would actually allow 
for Black consciousness to prevail in conjunction with it.  
 Scott (1975) expresses the idea that professionalism shall not be “labeled ineffective and 
restrictive because of the misappropriation of that designation by charlatans who ignore its 
essential mandates” (p. 439). The charlatans that Scott (1975) references is a mascot for white 
supremacy culture and the ineffectiveness of professionalism will always ring true for African 
Americans. Critical Race Theory (CRT) as a movement is defined by Delgado et al. (2017) as, 
“A collection of activists and scholars interested in studying and transforming the relationship 
among race, racism, and power” (p.2). Delgado et al. (2017) highlights that CRT has an activist 
dimension as it works to simultaneously understand and change social dynamics, centered on 
transforming it for the better (p. 3). Critical Race Theory as explored by Delgado et al. (2017), 
explains, “If racism is embedded in our thought processes and social structures as deeply as 
many critics believe, then the ‘ordinary business’ of society - the routines, practices, and 
institutions we rely on to effect the world’s work - will keep minorities in subordinate positions” 
(p. 22). The truth that Delgado et al. (2017) reveals is that the way in which the country has been 
set up is to keep people of color and specifically African Americans in their place, which will 
always be seen as below that of a person racialized as white. Only aggressive, color-conscious 
efforts to change the way things are, will do much to ameliorate misery (Delgado et al., 2017, p. 
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22). An aggressive, color-conscious effort can be found in black consciousness, but it requires 
people to individually and collectively name racism and to speak on it. Delgado et al. (2017), 
explains:  
 How can one talk back to messages, scripts, and stereotypes that are embedded in the 
minds of one’s fellow citizens, and, indeed, the national psyche? The idea that one can 
use words to undo the meanings that others attach to these very same words is to commit 
the empathic fallacy the belief that one can change a narrative by merely offering 
another, better one - that the reader’s or listener’s empathy will quickly and reliably take 
over. (p. 28) 
 To effectively talk back to such a violent national psyche, it would require that white 
people interrogate whiteness and its positionality in maintaining people of color's subordinate 
positions in society. To interrogate the presence and implications of racism and white supremacy 
will require acknowledgement of race and the consequences that follow as a result of ones 
racialization. One counterproductive narrative when it comes to naming white supremacy and 
anti-blackness is colorblind ideology. According to Apfelbaum et al. (2012), “Color blindness is 
rooted in the belief that racial group membership and race-based differences should not be taken 
into account when decisions are made, impressions are formed, and behaviors are enacted” (p. 
205). An article by Kathryn Lively (2001), examines occupational claims to professionalism in 
regard to paralegals. Lively (2001) found, “For paralegals to be professional, they must be both 
competent and capable of maintaining the proper demeanor, which includes their thoughts, 
behaviors, appearances, and emotions” (p. 343). The demeanor that is perceived by the 
paralegals as expressions of professionalism are important parts to better understanding why and 
how implications of white supremacy culture impact the success of African Americans in the 
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workforce. The blackness alone is enough to crumble the image of a professional as it has been 
historically maintained. A common refrain throughout the study was the belief that professionals 
keep some degree of social distance between their personal lives and their occupational role 
(Lively, 2001. p. 354). The distancing between lives hints that there is something that is 
disagreeable in bringing one's whole and true self into the workplace. It is as if professionalism is 
reflective of perfection, a perfection that is only meant for those empowered through white 
supremacy.  In the study, Lively (2001) highlights, “A minority, however, also saw 
professionalism as reflected in their ability to present themselves to the community or to clients 
outside the office” (p. 355). This shows that for a person of color, their idea of professionalism 
must transcend the reach of the organization or profession they are in but it becomes a part of 
how they are to be received by the community at large. Color blindness erases this reality for 
people of color forcing them to remain in silence about the oppression they face within and 
without of a given organization or workplace.  
 Organizational color blindness ignores and refuses to accept the horrid realities that 
African Americans are forced to face on a daily basis. It turns away from the need to recognize 
that access and the ability to live a quality life in ranging contexts is extremely skewed for 
African Americans. An article by Deitch et al. (2003), examines the subtle yet significant 
existence and impact of daily racial discrimination in the workplace. It can easily become 
difficult to recognize and articulate the impact that racism and anti-black sentiments may have on 
African Americans in the workforce. In reference to aversive racism, Deitch et al. (2003) 
explains, “These forms of racism allow for individuals to hold racist views while buttressing 
such views with non-racially based rationales (e.g., beliefs in opportunity and individual 
mobility), thus maintaining a view of themselves as non-prejudiced” (p. 1301). These white 
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supremacy beliefs are hidden, lurking in the minds of those who may attest to the usefulness of 
being color-blind and often have lasting dreadful effects for African Americans that come in 
contact with these subtle forms of hate. Deitch et al. (2003) also highlights, “Because these 
people do not view themselves as ‘racists,’ they are unlikely to engage in overt expressions of 
prejudice, such as racial slurs, but they do engage in more subtle discriminatory behaviors, such 
as avoidance of Blacks, ‘closed’ and unfriendly verbal and nonverbal communication, or failure 
to provide assistance” (p. 1303). Discriminatory acts commonly are attributionally ambiguous, 
meaning that individuals have trouble assigning a motivation to a behavior (Deitch et al., 2003, 
p. 1303). This behavior whether unconscious or conscious dismantles the essence of African 
Americans, tearing at their very existence every chance that it gets. These subtle forms act as 
invisible weapons, chipping away at the strength and ambition of African Americans.  
 An important theory to discuss is Blumer’s (1969) symbolic interactionism. Blumer 
(1969) explains that symbolic interactionism is built on three premises including: human beings 
act toward things on the basis of meanings that the things have for them; the meaning of such 
things derived from, or arises out of, the social interactions that one has with one's fellows; and 
these meanings are handled in, and modified through, an interpretive process used by the person 
in dealing with the things he encounters. (Blumer, 1969, p. 2). The ‘intrinsic' meaning of both 
whiteness and blackness, has operated as a self-sustaining tool that has threatened the well-being 
of a nation. The meaning of blackness that is so widely known and accepted, is internalized by 
both black and white people and shapes behaviors. The thought process, meaning, and behaviors 
that arise out of the negative meaning ascribed to blackness goes beyond just the individual as it 
is perpetuated at a cultural level. To expand on the ideas of Blumer's (1969) symbolic 
interactionism, Snow (2001) explains, for all practical purposes, then, neither individual or 
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society nor self or other are ontologically prior but exist only in relation to each other; thus one 
can fully understand them only through their interaction, whether actual, virtual, or imagined (p. 
369). The interactions between people as Snow (2001) points out reinforces beliefs and ideas that 
one may have. Given white supremacy culture has influenced behavior and perception in every 
way, it can only be assumed that the ideology is reflected in various social interactions, forming 
meaning for people under the umbrella of white supremacy. Tyrone Forman (2003) explores the 
social psychological costs of racial segmentation in the workplace in relation to its impact on 
African American’s well-being. In reference to the comparison made by African Americans to 
their white counterparts, Forman (2003) explains:  
 Because of this comparison, they may come to believe that their advanced training will 
not produce the same paths for occupational and career advancements as it does for their 
white counterparts. In these instances, relative deprivation may create increased levels of 
frustration that lead to decreased well-being. (p. 335)  
 Forman (2003) found, “This work has shown that experiencing blocked opportunity can 
induce emotional distress, sadness, and feelings of worthlessness, helplessness, and 
powerlessness among African Americans” (p. 332). The implications of white supremacy culture 
undoubtedly pose grim experiences and outcomes for the overall well-being of African 
Americans. The ideology of white supremacy runs so deep that it has been internalized by all of 
the nation’s people and has for a long while affected the psychological health of African 
Americans, following them beyond the workplace. 
 Menacing Effects on Daily Life, Self-Expression, and Modes of Professionalism  
 The definition and connotation of professionalism has been tainted by the troubling 
presence and characteristics of anti-blackness and white supremacy culture and continues to pose 
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menacing effects on the language, appearance, and behavior of African Americans and/or POC 
(people of color) in the workplace. As a means of survival, Black Americans have developed a 
double consciousness that serves as a necessary mechanism to merge two worlds. In an excerpt 
from The Souls of Black Folk, W.E.B. Dubois (1903) illuminates the idea of both the veil and 
double consciousness. DuBois (1903) explores the concept of a veil through expressing his own 
personal experiences of having to simultaneously recognize his own differences in regard to 
white people and acknowledging that he, a black person, would always be shut out of their 
opportunities and their world. According to Dubois (1903), “The Negro is a sort of seventh son, 
born with a veil, and gifted with the second-sight in this American world, — a world which 
yields him no true self-consciousness, but only lets him see himself through the revelation of the 
other world” (p. 3). In essence, Dubois (1903) emphasizes how African Americans are stripped 
of creating and owning their own sense of self, but rather inevitably forced by a system that only 
allows them to perceive and be perceived according to a world that has damned them. The 
complexity lives in the African American’s twoness, as Dubois (1903) mentions this ‘second 
sight’ - without the power or self-consciousness to change their state of existence in a world not 
meant for them. Dubois explores the African American’s quest to merge together their ‘double 
self’ to create a ‘better and truer self’ while questioning how one is supposed to compare in a 
system that threatens their very existence. The desire as expressed by Dubois is, “To make it 
possible for a man to be both a Negro and an American, without being cursed and spit upon by 
his fellows, without having the doors of opportunity closed roughly on his face” (p. 4). Dubois 
(1903) examines a complex phenomenon, where the African American and the black body has 
historically and irreversibly been positioned to be starkly juxtaposed with the essence of 
Americanness and humanness. The consequences of such a position, forges unbearable 
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circumstances that translate into all realms of life for African Americans. The presence of double 
consciousness and the quest to find a ‘better and truer self’ is not achieved without sacrifice. In 
regard to the rigid and current Western standards of professionalism, the lingering question is 
what is being suppressed and surrendered by African Americans to achieve and maintain the 
conventional idea of professionalism? Essentially it is impossible to thrive within constraints that 
have been strategically crafted to keep African Americans completely removed from opportunity 
and freedom of expression. The demeaning effects of such systems and the consistent use of 
double consciousness can become exhausting, inciting devastating effects on the success and 
execution of professionalism for African Americans. In the journey to preserve one’s livelihood, 
there is a silent pressure to suppress and shift the use of African American vernacular, 
appearances, and mannerisms resulting a more palatable yet dormant version of self. 
Language is intrinsic to human nature and is a powerful tool utilized to define, shape, 
organize, and validate our sense of reality and identity. Systems of language simultaneously 
develop and influence our social and cultural environments. As social beings, we have 
historically used language as a means of communicating amongst others, expressing our 
thoughts, emotions, and perceptions of the world. With language, people can understand and be 
understood. The power embedded in systems of language wields the mastery of creation, 
invalidation, and transformation. Historically for African Americans in the United States, 
language was utilized by white America to control, oppress, and marginalize them, protecting 
and procuring paramount power for white native English speakers. There continues to be 
detrimental effects to African American’s historically being stripped of their native languages 
and prohibited from learning how to read and write in the English language. As a way to develop 
a system of their own that was reflective of African American culture and experience, there was 
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a version of English developed amongst Black communities known as Ebonics or African 
American Vernacular English (AAVE). Ebonics and/or African American Vernacular English 
(AAVE) is “At its most literal level, Ebonics simply means ‘black speech’ (a blend of the words 
ebony ‘black’ and phonics ‘sounds’).” (Rickford, n.d., para. 1). As natural as AAVE is amongst 
the Black communities in America, commonly a filter is applied to synchronously advance one's 
social capital while concealing their traditional expression of self, specifically when present in 
broader social contexts, such as the workplace. 
The alteration of language within specific contexts is popularly known as code-switching. 
Code-switching as defined by Carlos Morrison (2017) is a “Process of shifting from one 
linguistic code (a language or dialect) to another, depending on the social context or 
conversational setting” (para. 1). Morrison (2017) highlights, “Code-switching was also studied 
among African Americans who shifted between standard English (a dialect of English that is 
recognized as the national norm in the United States and is spoken or written by the educated 
classes) and African American English (AAE), an Africanized dialect widely spoken by 
Americans of African descent” (para. 3). Morrison (2017) highlights that code-switching among 
African Americans has been recognized since the 1970s and there are ‘correctionist’ approaches 
to code-switching that may apply derogatory labels such as ‘ghetto’ or ‘country’ (para. 4). The 
correctionist approach is also present in the workplace and directly impacts the professional 
experiences of African Americans and people of color. The negative connotations tethered to 
AAE impose immense challenges in work environments. There are serious consequences for 
African American’s that actively use AAE and people of color that have English as a second 
language. Some workplaces have implemented policies and rules that actively silence and cease 
linguistic diversity. Aguirre (2003) explores the language rights of non-English and limited 
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English-speaking workers in the U.S. workplace, specifically examining legal challenges that 
English-only rules pose in the workplace. Aguirre (2003) highlights, “Language use serves as a 
communicative purpose regarding the speaker’s self-identification and link to a set of cultural 
and social orientations (p. 67). The silencing effects of English-only rules in the workplace is 
described by Aguirre (2003) simultaneously deprives and limits non and limited English-
speaking workers from “Actualizing their cultural identity in the workplace” (p. 77). The 
findings of Aguirre’s (2003) study reveal, “English-speaking workers appear to regard the 
sociolinguistic identity of their fellow workers as an obstacle to their integration into the 
workplace (p. 77). The deprivation of one’s full self in the workplace undoubtedly poses 
challenges for integration in the workplace, but it is crucial to highlight that this push to 
extinguish the linguistic diversity of African American AAE speakers and non/limited English-
speakers, only impedes on a workplaces ability to advance in an increasingly diverse world, as 
workers are systematically excluded from bringing unique factors to the work. 
Entrenched in American linguistics is a credence to white identity and ultimately reflects 
white supremacy. Strelluf’s (2015) research study explores the popular American beliefs that 
broadcasters speak a ‘correct’ version of American English. The study consisted of 12 college 
students, half of which were journalism students and the other half non-journalism students. The 
students of Strelluf’s (2015) study were asked to record news stories as if they were on television 
or radio and evaluate the professionalism of the news readings. The findings of the study reveal, 
“Respondents are generally able to differentiate trained broadcasters from other speakers. 
Respondents are also less consistent in ranking African American speakers for professionalism 
than they are with white speakers” (Strelluf, 2015, p. 457). The results also emphasized, “African 
American speakers draw more attention than white speakers do for not speaking with the right 
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accent or level of enunciation for a broadcaster.” Part of sounding like a broadcaster to listeners, 
then, seems to be sounding ‘white’. Strelluf (2015) notes, “this bias may explain, in part, the 
broad disagreement in professionalism rankings for broadcasters who sound African American” 
(p. 483). The study conducted by Strelluf (2015) points to the social construction of 
professionalism and underscores how the reinforcement of popular beliefs rooted in white 
supremacy not only frames what ‘correct’ and/or respectable versions of English are, but incites 
disparaging, preconceived notions about African Americans and AAE that have permanent 
consequences on the performances, mobility, and overall well-being of African Americans in the 
workplace.  
Presently, the mainstream ideals of linguistic expression deprive African Americans and 
people of color who have English as a second language (ESL) of the right to self-determination. 
The necessity of maintaining a double consciousness and the active engagement in code-
switching in the workplace and in the broader context of life poses an existential crisis for black 
identity. Black people are stripped from making meaning within the context of their own 
authentic identities. The unwavering grasp of white supremacy and the mechanisms of anti-
blackness are so deeply internalized into the essence of black life, that for some they become 
unrecognizable even to oneself. As a tactic for constant negotiation, code-switching becomes 
natural to black people, making it easier to navigate between contrasting contexts. The use of 
AAVE only increases the stigmatization of black people. In regard to the use of AAVE amongst 
black people, Harris (2019) explains that there is, “Pressure to publicly reject AAVE even as we 
use it in private settings while white Americans publicly revel in and imitate AAVE” (p. 27). 
There is a social paradox, where AAVE is only acceptable and popularized when it is used by 
white people, otherwise it remains a disgraced form of expression when coming from black 
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people. Harris (2019) conducted structured interviews data amongst a collection of women who 
all share and identify as black. The data revealed, “For Black professional women, expectations 
of Standard English (SE) use are one mode of traditional discriminatory hiring and promotion 
practices. We learn to use language strategically, with less freedom and instinct than our white 
counterparts” (p. 26). Black people and particularly in this study, black professional women are 
conditioned and socialized to perform and express language and ideas professionalism in 
constrictive and often demeaning ways. Harris (2019) emphasizes that when professional black 
women are interacting with other professional black women there is a shift in the language used. 
The findings express, “Throughout data collection the Black women interviewed worked 
consistently to establish personal and professional connections via specific language styles 
unusual in typical interview data collection” (p. 37). It is apparent that environmental factors 
influence the need to code-switch and the relationships between black professionals are an 
important factor in understanding how racial dynamics alter the expression and expectations of 
professionalism. 
The complex standards of professionalism inherently complicate the life of African 
Americans in the workplace and cause immense pressure to shift appearances and behaviors that 
starkly differ from the idolized white social norms. Natural black hair has become a serious issue 
for black men and women in the workplace, as workplace grooming policies openly reject the 
presence of natural black hair styles, deeming them unprofessional, unpolished, distracting, and 
unruly. Intertwined with these grooming policies is anti-blackness, ostracizing black people in 
the workplace, stripping them of their value and forcing western standards on them. These racist, 
anti-black, and discriminatory policies strategically target black people, fostering undesired 
vulnerability amongst black professionals. There is an unspoken expectation that black 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 30 
 
professionals aspire to assimilate into white dominated workplace cultures, and this is supported 
through the forced European centered hair policies. A study conducted by Ellis-Hervey et al. 
(2016) explored the personal presentations of African Americans examining the psychology of 
hair and self-perception. Ellis-Hervey et al. (2016) notes, “Hair is often seen as an announcement 
to the world of how an individual identifies himself or herself” (p. 873). This announcement of 
identity is taken from black people as they face serious implications for going against grooming 
policies. There is often an involuntary nature behind altering one’s natural hair (Ellis-Hervey et 
al., 2016). There is a risk factor involved with revealing one’s stigmatized identities inside of the 
workplace. Opie & Phillips (2015) discuss that, “In an effort to protect their professional image, 
some individuals opt to downplay or conceal marginal identity traits such as Afrocentric 
hairstyle” (p. 3). This quest to protect oneself is a key factor in the decision to wear one’s natural 
hair or to conform to the standards of professionalism. According to Opie & Phillips (2015), 
“Because of concerns about optimal distinctiveness, the important role of Black women’s hair in 
their professional image construction, and the identity-relevance of hair, Black women’s choices 
about how they wear their hair may have important implications for perceived dominance” (p. 3). 
The perceived dominance as mentioned by Opie & Phillips (2015) reflects the urgency to take 
back and reproclaim black people’s sense of power and self. It is noted by Opie & Phillips 
(2015) that there may be increased difficulties for organizations to maintain their standards of 
professionalism as it pertains to hair as there has been an increase of Black women wearing their 
natural hair. The need to maintain these standards of professionalism within organizations 
reflects the compliance in upholding white supremacy culture and in order to break the vicious 
cycle of black marginalization, it is crucial that organizations reevaluate and abolish anti-black 
policies and practices. In order to support black professionals showing up as their full self, it is 
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imperative that there are structural support systems in place to sustain this freedom of 
expression. 
For African Americans, there is an exhaustive mental and emotional labor bound to the 
performances of professionalism. The presence of white supremacy, racism, and stereotypes 
cause ranging and complex effects in the lives of black men and women. The implications are 
wide-ranging, but a few include the development of a color complex and experiences of 
gendered racism. Wingfield (2007) discusses the effects of gendered racism in the workplace for 
black men and women. According to Wingfield (2007), “Many black men experienced gendered 
racism in the form of countering white colleagues’ perceptions of them as threatening, menacing, 
or overly aggressive, or as many respondents described the image of the ‘angry Black man’” (p. 
205). In regard to white colleagues holding expectations of black men to embody degrading and 
gendered stereotypes, the black men in Wingfield’s (2007) study reveal, “They took pains to 
avoid engaging in any behavior that might reflect it” (p. 205). This persistent pain experienced 
by Black men is extremely damaging and is a daily sacrifice in the hopes of maintaining one’s 
livelihood. Wingfield (2007) notes the constant battles inside of black men as they are 
confronted with devastating and false stereotypes explaining that for black men, “Gendered 
racism may also be implicit in the lack of close ties and exclusion from social networks that 
characterized many Black men’s interactions at work” (p. 206). The social isolation only deepens 
the rift between black men and workplace cultures, creating fixed challenges to upward mobility 
and a sense of belonging. In regard to black women, Wingfield’s (2007) findings reveal they are 
perceived as less threatening, and this contributes to their ability to openly address certain 
treatments in the workplace. According to Wingfield (2007), “Black women deal with gendered 
racism in their encounters with the controlling im-age of the modern Mammy, and in confronting 
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coworkers’ sexualized, exoticized perceptions of them” (p. 208). When burdened with routinely 
challenging crippling stereotypes, black people may unconsciously embody a color complex. 
Brown (2009) notes, “Skin tone has always played a role in the socioeconomic lives of African-
Americans, and whole there are always successes, there are also those who are not as fortunate” 
(p. 120). Colorism is an active agent of white supremacy culture and the personal perceptions of 
self-translate into work life experiences. Brown (2009) highlights that in their study, “Women 
began to view skin-tone as a hinderance to their socioeconomic status” (p. 130). It is apparent 
that both black men and women are forced to be and maintain a hyper awareness of the very 
things that work to diminish their existence and uniqueness, causing long-lasting implications on 
their personal, professional, and socio-economic outcomes.  
Current Efforts to Address Professionalism Discrimination in the Workplace 
 In recent years, there has been an increase in large-scale initiatives that address 
implications of white supremacy culture and anti-black sentiments as they manifest in 
workplaces and target black people. Occurring within the last few years has been the banning of 
anti-black, racist and discriminatory policies in well-known and national institutions. Downs 
(2018) discusses the reversal of pre-existing and proposed U.S. Naval policies that would ban 
all-natural hairstyles (braids, locs, afros) that are common amongst women of color. Historically, 
the Marines, Coast Guard, Army, and Air Force all held discriminatory grooming policies that 
targeted the natural hair styles of black women. Downs (2018) emphasizes that this reversal in 
the Navy was due to public and immediate backlash. As of 2018, the Navy approves of natural 
black hairstyles. The United Parcel Service (UPS) is another well-known company that has 
reversed their long-standing ban on natural black hair, as of 2020. Price (2020) mentions, “Back 
in 2018, UPS agreed to pay a $4.9 million fine and entered into a decree with the Equal 
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Employment Opportunity Commission after it received criticism for its policies on employer's 
hair” (para. 5). Two years later, and in the height of the nation’s racial reckoning, UPS ultimately 
made the decision to undo their racial and gender discriminatory policies. 
 The Crown Act (Creating a Respectful and Open World for Natural Hair) is a law created 
in 2019 that has been a major force in the work to eradicate hair discrimination nationwide. The 
Crown Act website highlights that they were a coalition founded by Dove, National Urban 
League, Color of Change, and Western Center on Law & Poverty. According to the Crown Act 
website (n.d)., they are “A law that prohibits race-based hair discrimination, which is the denial 
of employment and educational opportunities because of hair texture or protective hairstyles 
including braids, locs, twists, or bantu knots” (para. 2). As of 2021, the Crown Act has been 
passed as law in 10 states. There are still 40 states that have yet to sign this law into effect, 
although the Crown Act has an active petition for change. 
Workplace Training and Education 
 There is a pressing need to integrate racial equity practices, workshops, trainings, and 
knowledge into the foundation of workplace structures, policies and cultures. To avoid the 
internalization of white supremacy culture and anti-blackness amongst black people and people 
of color, it is necessary to intentionally and strategically education young professionals of color 
on what and how professional discrimination occurs. It is critical that young professionals have 
the language and tools to identify racist and discriminatory practices when they are occurring. 
With the structural support, professionals of color both old and new in their careers will have the 
integral support to better navigate and eventually shift white supremacy culture in the workplace. 
Participatory and progressive education on how to confront and build power against 
discriminatory and racist professional standards, policies, and practices will create avenues for 
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professionals of color to engage in effective organizing and advocacy to counter these seemingly 
immoveable challenges.  
Project Purpose  
The purpose of this project is to gather professionals of color in a workshop to explore 
the concepts and impacts of professional discrimination and white supremacy culture in the 
workplace. Through shared experiences, it is believed that professionals of color can find 
common ground and collaboratively work together to address policies and cultures in their 
working environments.  
Project Plan 
 In an effort to create a dynamic space for genuine collaboration, networking, 
engagement, critical thinking, and increased individual and collective advocacy I plan to 
facilitate an informative networking event for professionals of color to identify and define 
current standards professionalism in relation to its link to white supremacy and anti-blackness 
and work together to shift and redefine what professionalism represents and how it is expressed 
by them.  
Situation Statement 
 Professionalism has historically been defined, standardized, and reinforced through the 
means of white supremacy culture. The conceptualization of professionalism as it is perceived, 
behaved, and promoted today, has a detrimental rippling effect in the lives of African Americans. 
Embedded in white supremacy culture, anti-black sentiments seep into and impale both the 
access and experiences of professionalism for African Americans. As projected by the US 
Bureau of Labor Statistics, the number of African Americans in the workforce will increase. This 
estimated increase only further emphasizes the urgency to acknowledge, address, and reconstruct 
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organizational cultures that have customarily been ingrained in white supremacy. The American 
workforce has deeply interwoven policies, rules, and standards that police, oppress, and 
marginalize the essence and expressions of Blackness both individually and collectively. Within 
the workforce, ranging characteristics of white supremacy culture have been discreetly integrated 
into the linguistics, physical appearances, and social behavior. The implications of such a 
culture, poses serious threats to the overall well-being and success of African American 
individuals in their personal, social, and professional lives. 
Define Your Goals 
 The goal of this project is to simultaneously unveil and increase both knowledge and 
tools to approach the varying complex ways that white supremacy culture and anti-black 
sentiments impose detrimental implications to the perceptions and lived experiences of 
professionalism for African Americans. The first goal is that participants will be able to identify, 
define, and describe the role of white supremacy culture and its impact on standards of 
professionalism. Secondly, participants will actively engage in activities that explore historical 
and current standards of professionalism in relation to their own positionality and more generally 
the lack thereof racial equity in the workforce. The third goal anticipates that participants will 
begin to develop intentional advocacy propositions to address their workplace policies and 
culture. Also, participants will network amongst fellow professionals of color to build solidarity 
and foster collective action. Lastly, provide tools for self and organizational assessment, access 
to meaningful resources, and deepened consciousness amongst participants. 
Target Audience and Stakeholders 
 My target audience is Black and brown professionals in the local community and current 
and recently graduated Merrimack students of color who will be entering the workforce. The 
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people of influence will include the professionals themselves, the panelist, the local 
organizations, and local nonprofits. 
Crafting a Clear Message 
 White supremacy culture and anti-black sentiments are pressing issues that continue to 
plague the foundations, structures, cultures, policies, and mindsets in the general workforce. The 
covert characteristics of white supremacy culture and anti-blackness as they exist in the 
workplace, seep into the daily lived experiences of professionals, making it challenging to 
recognize its crippling effect on all walks of life. Specifically, for African Americans the 
presence and capabilities of white supremacy culture and anti-blackness consistently work to 
dehumanize them in a variety of ways. The title of my event is Conceptualizing Professionalism 
for African Americans: Transcending the detrimental implications of white supremacy culture 
and anti-black sentiments in the workplace. The terms “conceptualization” and “transcending” is 
representative of the need to free oneself from the constraints, hardships, and harsh realities of 
the oppression that is white supremacy culture. Through storytelling and networking in the 
context of professionalism, African Americans professionals can begin to raise individual and 
collective consciousness as a means to address, navigate, and take action against the systemic 
oppression that white supremacy culture and anti-blackness actively produces. 
Incentives for Engagement 
Stakeholder: Communities of color  
 Incentive: Safe space for acknowledgement and awareness of the issue, hear and engage 
with speakers, exposure to different experiences, and resources.  
Stakeholder: Professionals of color  
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 Incentive: Connect to a network of other professionals of color, bring awareness/ increase 
knowledge on the importance of the issue, visibility, a space for expression and self-reflection, 
engage in common dialogue, examine policies and rules, and be provided resources and tools.  
Stakeholder: Upcoming Professionals  
 Incentive: Engagement with current professionals of color, acknowledgement and aware-
ness of the issue, gain a common dialogue, new network of support, and be provided with re-
sources and tools.  
Stakeholder: Organizations  
 Incentive: Free content, increased awareness on the topic, resources and tools, insight on 
lived experiences in the workplace, deeper examination of policies and rules.  
Identify Outreach Methods 
The outreach methods will include the following:  
●  Direct invitations to participate via email 
● Create a flyer 
● Advertise via social media 
●  Word of mouth: promoting the event via zoom meetings/trainings I attend 
● Email blasts  
  





RESPONSIBILITIES CONTACT  
INFORMATION 
Simona Sharoni  Merrimack College Discuss where I might possi-
bly house the event  
Email:  
sharonis@merrimack.edu  
George Luse  Community  
Organizer  
Generate ideas for facilita-
tion / attend the event  
Email: george-
luse@gmail.com 
Boston Young Black  
Professionals  
 Invite members for participa-





tonybp.com   
Mass Nonprofit Network   Explore possibilities for pan-
elist / participants  
Email:  
info@massnonprofit-net.org  
Black women of Impact: 
Boston Chapter  






work: Urban League of 
Eastern Massachusetts  
 Explore possibilities for pan-
elist/ participants  
Website:  
http://www.ypnulem.org  
Shirronda Almeida MACDC/MKI Generate ideas for effective 
activities / explore possibility 
of housing the event at MKI  
Email: shirron-
daa@macdc.org  
Merrimack Valley Black 
and Brown Voices  
 Explore possibilities for pan-
elist / participants  
Email:  
contact@mvbbvoices.org  
Phone: (978) 291-8158 
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Tools/Measures to Assess Progress 
 Data will be collected and measured by the following: pre/post survey, activities, 
panelists, picture evaluations, zoom chat/ zoom poll, notes from breakout sessions, and a self-
assessment tool.  
Implementation Timeline 
January 2021 Confirm zoom details, send out email blasts with flyers attached to participants, 
confirm technical assistance volunteers, invite panelists.  
February 2021 Confirm panelists, finalize activities / presentations, draft pre/post survey, confirm 
registration for participants.  
March 2021 Event will be held, data analysis, send out thank you to everyone involved  
April 2021 4/6: Full capstone draft due 
4/30: Submit final capstone paper for publication 
 
Logical Framework 
We will:  
Encourage and facilitate storytelling in the context of professionalism in the workplace, 
with a focus on current knowledge and experiences of white supremacy culture and 
antiblack sentiments  
So That  
African American professionals increase their personal and collective consciousness on 
the topic; so, they can identify the varying characteristics of white supremacy 
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So That  
The information and various internal and external factors of white supremacy culture and 
anti-black sentiments are recognizable  
So That  
They increase their interest and confidence in learning how to better navigate the unjust 
implications stemming from white supremacy culture  
So That  
African American professionals can articulate and collectively engage in ways to shift the 
culture and eradicate racially inequitable practices and policies  
So That  
African Americans have the tools, resources, liberty, and organizational support to bring 
their whole selves into their expressions of professionalism. As well as have the agency 
and strength to become and remain grounded in their experiences.  
Individual Impacts:  
 Become grounded in professional, personal, and social experiences/journeys  
 Understand how to navigate and approach injustices  
  Gain confidence in self, expression of self, and ability 
  Increase human and social capital 
  Become knowledgeable about personal and professional behaviors 
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Organizational Impacts: 
 Shift in culture 
 Radical inclusion is apparent 
 Bottom-up approaches to decision making 
 Policies and practices are racially equitable 
 Power dynamics are no longer racially skewed 
 Norms and standards of professionalism are no longer embedded in racism and white 
supremacy 
Community Impacts: 
 Solid network of support / empowerment 
 Growth untainted by racism and white supremacy culture 
 Tools and resources for grassroot organizing 
 Achieve greater levels of collective upward mobility 
 Craft a culture that is racially equitable, inclusive, and socially just for all 
 Liberation (stepping away from internalized racism) 
 Redefine the future  
Methodology 
 The Professionals of Color Networking Event was held on the online platform Zoom in 
March 2021. The event was targeted towards black and brown professionals as well as recent and 
current graduate students of color in the local area. Participants were invited to engage with 
information, activities, and respected panelists in an effort to increase dialogue, knowledge, and 
support around the topic. The event was designed to highlight and identify definitions and 
experiences of white supremacy culture and anti-black sentiments as they translate into 
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professionalism. Participants were also encouraged to identify various ways to address and 
navigate the presence of white supremacy culture and anti-black sentiments in the workplace. A 
post-event survey was provided to participants to capture demographics and the following: 1) 
Whether the learning goals were met; 2) Whether the methods of learning were effective; 3) 
Self-reported increased knowledge on the topic; and 4) Any plans to take action. An open online 
folder with resources was provided to participants during and post-event in a thank you email. 
Materials 
 This event utilized registration forms, Zoom, Canva slides, Slido, Google Jamboards, 
Google drive, and a post-event survey using a Google form. To track the number of expected 
participants, a registration form was available prior to the event. Participants were provided with 
the event’s Zoom information through email. A Canva slideshow was used to display event 
information including text and images. During the first half of the event, participants joined a 
Slido trivia game that explored several different true or false facts. The second activity was a 
Google Jamboard used to capture the perception and experiences participants have had with 
white supremacy culture and anti-black sentiments in the workplace as they relate to 
professionalism. A Google Jamboard was also used for the third activity, which allowed 
participants to network and collaboratively discuss ways to address and navigate workplace 
related scenarios. A Google drive folder was created and shared to provide participants with 
resources. The post-event survey was sent out to participants through email to measure the 
impact of the event structure, the event content, and whether or not people felt moved to action.  
Procedure 
 The Professionals of Color Networking Event began at 6:15pm on Zoom to allow time 
for set up and a brief overview with volunteers. The event officially began at 6:30pm. Once 
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participants began to arrive, they were welcomed, introduced to a few technical housekeeping 
rules to ensure a smooth event, and provided an overview of the agenda. Due to the sensitivity of 
the topic, participants were given and encouraged to contribute to a list of groups norms that 
would last for the duration of the event. The participants were then asked to conduct 
introductions where they shared their name, job title, organization, and how long they have been 
in their position. The panelists were highlighted during the introductions. 
 Following the introductions, participants were invited to play a true or false trivia game 
on Slido that was designed to test knowledge of current statistics, policies and laws that affect 
expressions and definitions of professionalism for African Americans. Once the trivia game was 
completed, participants were asked to debrief and share whether any information surprised them 
or if they had previous knowledge. Slides were then shared with the participants on Zoom to 
begin providing and collectively discussing definitions. Situated in conversation and examples, 
participants were guided through definitions for the following terms: Professionalism, White 
supremacy culture, Characteristics of white supremacy culture, Anti-black sentiments, and 
Racial equity. Participants were then guided through instructions for the next activity. This 
included a Google Jamboard with pre-written instructions to explore how they have seen 
characteristics of white supremacy culture and/or anti-black sentiments manifest in the 
workplace and how they have impacted standards of professionalism. In this activity participants 
were put into Zoom breakout rooms for roughly ten minutes and asked to assign at least one-
scribe. Once the breakout rooms ended, participants were brought back together and given 
several minutes to share highlights of their discussion and the themes that emerged.  
 The panelists were re-introduced after the first activity. Each panelist was given eight to 
ten minutes to share their experiences with standards and expressions of professionalism in their 
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field of work. Panelists were also asked to describe ways they have seen, navigated, and/or 
advocated against implications of white supremacy culture and anti-black sentiments in the 
workplace. Once the panelists presentation time concluded, participants were given the 
opportunity to engage with them in an open question and answer format. Next, participants took 
part in a networking / scenario activity on a Google Jamboard. Participants were placed in Zoom 
breakout rooms and instructed to assign at least one scribe and read through and engage with the 
posted scenario and corresponding questions. Following the breakout rooms, participants were 
brought back to the full group to briefly highlight the challenges and successes of navigating the 
scenario.  
 Lastly, participants created a word-cloud, where each person sent one word to describe 
the event. The post-event survey was sent in the Zoom chat and participants were informed of 
the resources available to them in a Google drive folder. The Zoom room was held open for an 
additional fifteen minutes for post-event mingling.  
Results 
 The Professionals of Color Networking Event was held from 6:30pm to 8:30pm on a 
Thursday night via Zoom. There was a total of 34 attendees. The participants in this event 
included black and brown professionals in different stages of their careers as well as recent and 
current graduate students of color from Merrimack College in North Andover, MA. Participants 
were invited through several social media platforms, email blasts, and personal invitations.  
For the first half of the event, there was a trivia activity that explored current policies and laws 
that affect expressions and definitions of professionalism for African Americans. Participants 
were given the chance to debrief and discuss whether or not there was anything that supposed 
them or if they already knew most of the information presented. Following the trivia, participants 
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were introduced to the terms that were being used that evening to establish common language. 
Next, participants were able to engage in a Google Jamboard activity. The activity prompt asked 
participant’s how they have seen characteristics of white supremacy culture and/or anti-black 
sentiments manifest in the workplace? And in what ways have they impacted/reinforced 
standards of professionalism in your experiences? Following the activity, there was an open 
discussion with participants. The participants were asked about what stood out to them, if there 
were any themes, and if there was anything challenging to speak about or address. In the latter 
half of the event, the two featured panelists were able to share their experiences with standards 
and expressions of professionalism in their field of work. The panelists were asked to describe 
ways that they have seen, navigated, and/or advocated against implications of white supremacy 
culture and anti-black sentiments in the workplace. Following the panelist, there was an open 
question and answer session. Lastly, there was a wrap up and resource section of the event. 
During the wrap up and resource section, the participants actively took part in creating a word 
cloud that asked them to share one word that described how they felt about the nights event. A 
resources folder and the post-event survey was shared during this portion of the event. 
Post-Event Survey 
 Out of a total of 20 survey respondents, the average overall rating for the event was a 
3.95 out of 4. Of the total of 20 respondents, 9 identified as Black/African American, 5 identified 
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Figure 1: Racial Identity of Respondents 
 
 Out of the 20 respondents, 14 identified as a woman, 5 identified as a man, and 1 
identified as non-binary. 
Figure 2: Gender Identity of Respondents 
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 Out of the 20 respondents, 18 identified their age. The average respondent age was 33.4, 
8 indicated that they were 20-29, 6 indicated they were 30-39, 2 indicated they were 40-49, 2 
indicated they were 50-59, and 2 respondents left the question blank. 
Figure 3: Age of Respondents  
 
Figure 4: Industries of Respondents 
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 Of the 20 respondents, with two respondents identifying multiple industries, 9 indicated 
they are in Nonprofit, 5 indicated they are in Education, 1 indicated they are in Government, 1 
indicated they are in Marketing, 1 indicated they are in Criminal Justice, 1 indicated they are in 
Human Service, 1 indicated they are in Community Development, 1 indicated they are in 
Healthcare, 1 indicated they are in Coaching, and 1 indicated they are a student. 
 To gauge participants experience with the event structure, respondents were asked six 
questions using a scale of strongly agree, agree, neutral, disagree, and strongly disagree. Due to 
inconsistencies with data from two respondents, 18 responses were recorded in this section. 
Question 1 asked participants whether the goals of the event were clear, 11 respondents indicated 
they strongly agreed, 6 indicated they agreed, and 1 indicated they were neutral. Question 2 
asked whether the activities were relevant to the topic, 17 respondents indicated they strongly 
agreed and 1 indicated they agreed. Question 3 asked whether the discussions were helpful for 
exploring the topic, 16 respondents indicated they strongly agreed and 2 indicated they agreed. 
For Question 4, participants were asked whether the information presented was relevant and 
useful, 14 respondents indicated they strongly agreed and 4 indicated they agreed. Question 5 
asked participants whether the skills presented were relevant and useful, 13 respondents 
indicated they strongly agreed and 5 indicated they agreed. The final and sixth question asked 
participants whether the facilitator provided adequate time for discussion and/or questions, 16 
respondents indicated they strongly agreed and 2 indicated they agreed.  
 To understand participants previous experiences with the subject, they were asked how 
confident they were in navigating and/or addressing inequitable cultures, practices, and/or 
polices using a scale of not at all, slightly, moderate, very, completely, and not applicable. Of the 
20 respondents, 6 indicated they were slightly confident, 9 indicated they were moderately 
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confident, and 5 indicated they were very confident. To set the tone at the beginning of the event, 
participants were asked to share one word that described how they were feeling coming into the 
discussion. Out of a total of 34 attendee’s, 25 responded to this question; 6 respondents indicated 
they were excited, 3 indicated they were curious, 2 indicated they were hopeful, 2 indicated they 
were nervous, 2 indicated they were appreciative, and out of the remaining 10 individuals the 
responses indicated feeling open, grateful, ready, present, eager, happy, opportunity, interested, 
pumped, and proud. 
 In regard to the event content, the 20 respondents answered a series of questions with a 
scale of strongly agree, agree, neutral, disagree, strongly disagree. The first question asked 
whether participants better understand professionalism and at least one way it can vary in 
expression; 12 respondents indicated they strongly agree, 7 indicated they agree, and 1 indicated 
they were neutral. The second question asked if participants better understand what white 
supremacy culture is and at least one way it functions; 12 respondents indicated they strongly 
agree, 7 indicated they agree, and 1 indicated they were neutral. Question 3 asked whether 
participants better understand the characteristics of white supremacy culture as it relates to the 
workplace; 13 indicated they strongly agree, 5 indicated they agree, and 2 indicated they were 
neutral. Question 4 asked if the participants better understand anti-blackness as it relates to the 
workplace; 14 indicated they strongly agree, 5 indicated they agree, and 1 indicated they were 
neutral. The fifth question asked whether the participants better understand the connection 
between professionalism, white supremacy culture, and anti-black sentiments; 13 respondents 
indicated they strongly agree, 5 indicated they agree, and 2 indicated they were neutral. The sixth 
question asked whether participants better understand the effects of white supremacy culture and 
anti-black sentiments as it relates to professionalism; 12 indicated they strongly agree, 7 
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indicated they agree, and 1 indicated they disagree. Question 7 asked if participants better 
understand the importance of a strong professional network; 13 indicated they strongly agree, 5 
indicated they agree and 2 indicated they were neutral. The eighth question asked if participants 
better understand at least one way to navigate and/or address white supremacy culture and/or 
anti-black sentiments in the workplace; 13 respondents indicated they strongly agree, 5 indicated 
they agree and 2 indicated they were neutral. The ninth question asked where participants 
increased their language on the topics presented; 12 respondents indicated they strongly agree, 7 
indicated they agree, and 1 indicated they were neutral. The final and tenth question asked if the 
resources provided were relevant to participants work and/or experiences; 14 respondents 
indicated they strongly agree and 6 indicated they agree. 
 Respondents were asked to identify how likely they were to follow through with specific 
action items using a scale of not at all, slightly, moderate, very and completely. The first action 
item asked the likeliness of participants to continue the conversation beyond the event; 13 
respondents indicated they were completely likely and 7 indicated they were very likely. The 
second action item asked participants the likeliness of developing advocacy skills/plans targeted 
to address white supremacy culture and/or anti-blackness amongst their workplace colleagues 
and/or organization; 7 respondents indicated they were completely likely, 10 indicated they were 
very likely, and 3 indicated they were moderately likely. The third action item asked the 
likeliness of sharing what they learned today with others; 15 respondents indicated they were 
completely likely and 5 indicated they were very likely. The fourth and final action item asked 
the likeliness of participants to connect further with other attendees; 11 respondents indicated 
they were completely likely, 6 indicated they were very likely, and 3 indicated they were 
moderately likely. 
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 When asked how they event could be improved, the top responses were requests for more 
small group discussion (n=4) and the event being slightly too long (n=3). The other responses 
included more focus on the research process/next steps (n=2), still struggling with definitions 
(n=1), and a slight agenda shift with the panelist going earlier (n=1). There were 6 respondents 
that indicated no improvements were needed. One respondent highlighted, “I would like to know 
more about how to change the circumstances practically or meaningfully, in other word, what I 
can do, how to think and act in case you encounter white supremacy.” Another respondent 
expressed, “I would have liked to hear a bit more about Tiana's research and her process for 
exploring this topic.” One respondent expressed, “It was perfect!” 
 When asked what the most valuable part of the event was, the top response was sharing 
stories (n=13). Other top responses included small group discussion/breakout rooms (n=4) and 
not feeling alone (n=3). The remaining responses mentioned a safe space (n=1), the trivia (n=1), 
and understanding definitions (n=1). One respondent expressed, “Watching people open up and 
be free. Having a safe space to fully have their voice was beautiful.” Another respondent shared, 
“I loved how participants shared their experiences and how they engaged with one another 
(asking questions, building on points, etc.)” 
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Figure 5: What Was the Most Valuable Part of the Event
 
 At the end of the event, participants were given the opportunity to anonymously share 
one word to describe the event / how they felt about the event. A few of the top responses 
included inspired, inspiring, and hopeful. Other responses highlighted feeling validated, 
encouraged, solidarity, beautiful and powerful. 
Figure 6: One Word to Describe the Event / How Participants Feel About the Event
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Google Jamboard Activity Reflections 
 During the first half of the event, participants were put into breakout rooms of four 
people and asked to discuss and post a response to the following prompt: How have you seen 
these white supremacy culture characteristics and/or anti-black sentiments manifest in the 
workplace? Describe ways they relate to past or current standards of professionalism? The listed 
white supremacy culture characteristics as they appear in the workplace included: perfectionism, 
sense of urgency, defensiveness, quantity over quality, worship of the written word, only one 
right way, paternalism, either/or thinking, power hoarding, fear of open conflict, individualism, 
I’m the only one, progress is bigger, more, objectivity, and the right to comfort.  
 In regard to the white supremacy characteristics witnessed and/or experienced in the 
workplace, the top responses from all the breakout rooms included only one right way (n=2), 
power hoarding (n=2), perfectionism (n=1), worship of the written word (n=2), defensiveness 
(n=2), right to comfort (n=1), and paternalism (n=1). A few of the prominent experiences 
highlighted by the groups explained overthinking hairstyles, feeling odd about asking questions 
about the appropriateness of protective (braided) hairstyles, black women getting comments on 
their hair from white people, white people asking intrusive questions about one’s personal 
life/home life and being stereotyped as a black woman. One group highlighted, “Experienced 
power hoarding: working in a majority white workplace and having no representation of 
minorities in decision-making roles due to no representation.” Another group shared the 
following statements, “Right to comfort - even in ‘diverse’ workplaces, no black representation,” 
“Defensiveness (Academia) black professor reported by white student as ‘aggressive’ while 
explaining lived experiences” and “Paternalism - especially in nonprofit sphere and ‘white 
saviorism’.” 
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Discussion 
 The Professionals of Color Networking Event aspired to create a space in which Black, 
Indigenous, and people of color (BIPOC) were the majority and felt they were free to 
unapologetically express and explore the complex nature of their firsthand experiences with 
white supremacy culture and anti-black sentiments in the workplace as it impacted their 
understanding and expressions of professionalism. The event was crafted to support and 
encourage participants to engage in genuine collaboration, open and authentic discussion, 
confront the complexity of their experiences, and to share stories in hopes of gaining insight on 
possible avenues to navigate and advocate for themselves and others within and without the 
workplace. The trivia, definitions, activities, open discussions, and panelists served as a means to 
acknowledge, identify, reflect, and challenge the ways the participants have been conditioned 
and traditionally taught as African Americans and people of color to perform professionalism 
and to confront racism and white supremacy culture as it appears in their lives. At the end of the 
event, participants were provided a resource folder that contained documents with the definitions 
used during the event, a document to be used contextually when having conversations about 
white supremacy culture in organizations, the Crown Research Study data, a document that 
explores the details of white supremacy culture characteristics as they appear in the workplace, 
and an optional contact sheet. 
 The post-event evaluations for the Professionals of Color Networking Event reflected 
predominantly positive responses. The findings suggest that storytelling is a valuable tool in 
raising awareness, creating connection, and can serve as a platform to build and showcase 
solidarity, as over half of the participants (57%) agreed that sharing stories was most valuable for 
them. An overwhelming number of respondents (89%) indicated they strongly agreed that 
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discussions were helpful for exploring the topic. This data suggests that participation in open and 
authentic dialogue is effective in acknowledging, addressing, and confronting racism, white 
supremacy culture, and anti-blackness.  
 The event sought to raise individual and collective consciousness on the presence and 
implications of white supremacy culture and anti-black sentiments as they impact 
professionalism for BIPOC. Of the respondents 17% indicated that small group discussions were 
valuable and 13% indicated not feeling alone was valuable. These findings imply that there is 
significance in creating intimate safe spaces for BIPOC that allow for vulnerability and 
expression of self and experiences. The event also aimed to utilize networking as a catalyst for 
supporting agency, empowerment, and collective action; 75% of the respondents indicated they 
were completely likely to share what they learned at the event with others and 85% of the 
respondents indicated they were either completely or very likely to develop advocacy skills/plans 
targeted to address white supremacy culture and/or anti-blackness amongst their workplace 
colleagues and/or organization. This data alludes to the fact that the collective experience and 
voice is a powerful mechanism to creating change and shifting perspective in the personal, 
social, and professional lives of BIPOC as it translates into their daily lived experiences and 
confrontations with racism, white supremacy culture, anti-blackness. 
 The event stimulated extremely rich discussion amongst the panelists and participants. 
Particularly during the Google Jamboard activity debrief, participants were asked to share and 
identify anything that stood out to them, any themes, and any challenging topics to discuss in 
regard to experiences with white supremacy culture characteristics and anti-blackness. These 
questions elicited complex and multilayered responses that emphasized the depth of varying 
experiences with white supremacy culture and anti-blackness that span across the personal, 
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familial, academic, social, and professional realms. In the open discussion, participants 
highlighted the realities and challenges that African Americans and people of color face on a 
daily basis. A few of those emphasized realities and challenges included the idea of educational 
uplift, trauma responses such as the use of laughter in uncomfortable situations, the deflection of 
raw emotions/anger when confronted with racism, and the acknowledgement of how our 
backgrounds influenced and prepared us as BIPOC to enter and survive in the professional 
world. A theme that rose out this discussion was that many participants found a striking 
commonality in their familial preparation in dealing with racism in the various areas of life, 
where the lesson taught was reflected the need to assimilate, keep one’s head down, being nice, 
and ultimately feelings of being ill-prepared. 
 Based on the depth and richness of dialogue in the activity debriefs and discussions, it is 
evident that the continuation and expansion of such a space and dialogue is an exigency that 
must occur to fully address and navigate the implications of white supremacy culture and anti-
black sentiments. Due to the complex layers and intersectional nature of the issue at hand, there 
are a multitude of ways that the dialogue, focus, and calls to action can be approached and 
practiced. Based on what was highly valuable for the respondents and their intended future 
actions, the data implies that storytelling, mentorship, creation of space, continued research, and 
collaboration will likely be utilized amongst professional African Americans and people of color 
to confront and combat white supremacy culture and anti-blackness and it relates to the various 
layers of their lives. 
Limitations of Project 
 While the Professionals of Color Networking Event was very successful, there were a 
few limitations that are useful to consider. First, it is imperative that the inquiries and marketing 
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for panelists begins early on in the process. I began outreach for panelists in early December and 
while securing two people before the end of the month, it is important to note that the process 
and need for back-and-forth communication can be time consuming. It was also necessary that I 
remain open in the search for panelists, as one of the speakers dropped out of the event. Due to 
the nature of the event’s topic, it was important to be clear in communicating the goals of the 
event when conducting outreach and marketing for attendees. Given the complexity of the topics, 
another limitation would be the allocated time for the event. While two hours was adequate to 
begin the dialogue, I believe that the continuation of this discourse and engagement through a 
series of events would allow participants to deepen, expand, and further develop avenues for the 
incorporation and application of the topics, tools, and resources in their lives and practices. I also 
believe that a series of events would allow the facilitator to further expand on the research 
process they undertook, establishing a deeper foundation to begin the conversations with.  
Implications for Future Projects 
 The findings of this event further unveiled the necessity of spaces that protect and 
encourage the vulnerability, participation, voices, and collective action of African Americans and 
people of color in the fight to both eliminate the vicious presence of white supremacy culture and 
anti-black sentiments and begin the process of healing for the long-lasting effects that have 
infiltrated all levels of BIPOC’s ecological systems. The open dialogue presented participants 
with the platform to actively self-reflect while simultaneously dismissing the false narratives of 
white supremacy culture and anti-blackness that have long plagued their lives. The communal 
recognition of the commonalities existing amongst the experiences of participants created a sense 
of solidarity and confidence in continuing this work and cultivating sustainable change. The 
concept of double consciousness as DuBois (1903) expressed was coherent with the experiences 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 58 
 
of African American participants more than a hundred years later as they continued to grapple 
with their dual identity, in which one was unwillingly branded on them, and the other in a 
constant battle of whether or not it (their authentic self, outside of the white gaze) is sufficient 
enough to unapologetically showcase in all areas of life.  
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Appendix B: Event Agenda 
Professionals of Color Networking Event  
March 25, 2021 
6:30pm - 8:30pm EST  
Time Agenda Item Description 
6:15pm Set Up ● Sign into Zoom 





● Welcome attendees 
● Introduce myself/the event 
● Moment of silence 
● Disclaimer 
● Zoom housekeeping rules 
● Review agenda and goals 
6:35pm Introductions/ 
Group Norms 
● Share/Establish group norms with the attendees  
● Zoom chat introductions  
6:40pm Trivia ● Introduce the Trivia game topic and goal 
● Trivia link will be shared with attendees via Zoom chat 
● Share screen 
● Attendees will participate in the trivia game 
6:50pm Trivia Debrief  ● As a group, attendees will share the following:  
○ If there was anything that surprised them and 
whether or not they already knew most of this 
information 
● Introduce my thoughts on the presented facts 
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6:55pm Define ● Share Slides 




● Explain the activity  
● Share the prompt and link to activity board 
● Attendees will be put in breakout rooms  
● Attendees return to the main group and share reactions 
to the following questions:  
○ What stood out to you in this activity?  
○ Were there any themes that you could identify? 
○ Was there anything challenging to speak about or 
address in this activity?  
7:20pm Panelist 1 ● Introduce panelist 
● Share the prompt with the group 
● Panelist will share 
7:30pm Panelist 2 ● Introduce panelist 
● Share the prompt with the group 
● Panelist will share 
7:40pm Questions ● Panelists will be thanked  
● Attendees will be given the opportunity to ask the 
panelists questions 
7:50pm Networking / 
Scenario and 
Debrief  
● Introduce activity and give instructions 
● Share the activity link with attendees 
● Attendees will be put in breakout rooms 
● Attendees return to main group and share reactions to 
the debrief questions 
 





● Introduce activity  
● Share the questions/ prompts with attendees  
● Attendees will be put in breakout room pairs 




● Re-share questions/prompts with attendees 
● Create new breakout room pairs for attendees  
● Attendees will return to the main group 
8:20pm Resources/Next 
Steps 
● Introduce word cloud activity  
● Share prompt with the attendees  
● Share screen and allow time for participation 
● Introduce and share the link for the post-event 
evaluation 
● Share the resource folder link and explain the contents 
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Appendix C: Trivia Questions and Answers 
Trivia (True or False) Question and Answer Key 
Questions: 
1. Until 2020, the United Parcel Service (UPS) banned employees from having afros, 
braids, or beards. 
2. About 18% of active US Army personnel are black, but only since 2017 did the Army lift 
its ban on dreadlocks. 
3. The Marines approved braid, twist and loc hairstyles in 2015. 
4. According to Equal Employment Opportunity Commission, you can be retaliated against 
for filing a charge, protesting or opposing employment discrimination. 
5. Black women are 30% less likely to be made aware of a formal workplace appearance 
policy. 
6. California passed the Crown Act in 2019; the first state to prohibit discrimination of 
workers based on their natural hair. 
7. Pre-2018 women in the Navy who did not change their natural hairstyle (afros, braids, 
locs) received honorable discharge. 
8. Black women’s hair is more than 3x likely to be perceived as unprofessional. 
 
Answers:  
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Appendix D: Post-Event Survey 
 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 70 
 
 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 71 
 
 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 72 
 
 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 73 
 
 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 74 
 
 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 75 
 
 
CONCEPTUALIZING PROFESSIONALISM FOR AFRICAN AMERICANS 76 
 
 
 
 
 
 
 
 
 
